The present study examines the mediating role of perceptions of organizational politics on the relationship between leader-member exchange and perceptions of organizational justice. With the help of multi-stage random sampling technique, data was collected from 493 faculty members who were working in public sector universities of Punjab. Structural Equation Modeling (SEM) was applied to test the proposed hypothesized relationships. Results of the structural equation modeling analysis demonstrated that employees who are part of in-group have higher levels of perceptions of organizational politics but lower levels of perceptions of organizational justice. Furthermore, employee who perceives high degree of organizational politics has shown lower levels of perceptions of organizational justice. Results of the study postulated that for more positive perceptions of organizational justice among the employees a leader should develop a high quality relationship with more employees by limiting the usage of more political behavior within the organization. This study is one of its type in Indian context as we find no empirical evidence which examines the effect of quality of leader-member exchange relationship on the perceptions of organizational justice which is being mediated through the perceptions of organizational politics of faculty members.
Introduction
In this competitive era of global business scenario, which is characterized by complexities and volatility, organizations are under constant pressure to retain and attract talented employees who can play a vital role in acquiring and maintaining the competitive advantage of the organization. In context of this, different researchers have acknowledged the importance of perceptions of organizational justice as it has various individual and organizational consequences such as, organizational commitment [1] [2] [3] [4]; withdrawal behavior [5] [6]; job satisfaction [4] [7] ; trust [2] ; turnover intension [8] [9] [10] [11] [12] ; job performance [13] [14] [15] and organizational citizenship behavior [16] [17] [18] [19] [20] . For instance, previous empirical results have shown that employees perceptions of fair treatment within the organization [21] , their perceptions of fairness in the enactment of procedures [13] and their motivation to have fair consequences [22] effect their work performance to a greater extent. As a result of these findings, several human resource practices are being reviewed and re-examined [23] [24] [25] . The assumptions of social exchange theory play a vital role in explaining many of these results [26] . More specifically, it is believed that perceptions of organizational justice (particularly interactional justice and procedural justice) help in initial formations of dyadic relationship [27] [28] .
Furthermore, this perceived fairness by an employee is reciprocated in the way of favorable workplace behavior and attitude [29] . Furthermore, it has also been manifested that the perceptions of organizational justice are not only affected by the quality of leader-member exchange [17] [30] [31] [32] but also by the degree of one's perceptions of organizational politics [33] [34] [35] [36] [37] . Therefore, it is important to know how and why the perceptions of employees vary in respect of organizational justice despite providing same working environment as these perceptions have both individual and organizational consequences.
The purpose of the present study is to examine the mediating role of perceptions of organizational politics on the relationship between the quality of leader-member exchange and four dimensions of perceptions of organizational justice. The results of the present study contribute immensely to the existing literature. As the result of the present study renders that in-group member perceives high level of organizational politics as compared to employees who are part of out-group members. Till now, only one study has shown this type of results [38] . The present study is organized in a systematic manner in which the researcher first talks about the introduction part. In the introduction section, a brief description regarding the topic is provided along with the theoretical contribution of this research paper. The second section is devoted towards literature review and the research gap. Then detailed information is given regarding participants and procedure used to collect the data. After that detailed information is given pertaining to research instrument used to measure the quality of leader-member exchange, perceptions of organizational justice and perceptions of organizational politics. The next section is devoted to data analysis and results. After that, a detailed discussion is given pertaining to the results of the present study and their practical implications along with their limitations is also discussed.
Review of Literature

Leader-Member Exchange and Perceptions of Organizational Politics
The perception of organizational politics is pervasive in organizational setting and it has been linked with various organizational behavioral and attitudinal consequences [39] . Ferris, G. R., & Kacmar, K. M. [40] termed the perceptions of organizational politics as a state of mind which is subjective experience of an individual. Similarly, the quality of leader-member exchange relationship is a subjective aspect of similarity among leader and subordinates. So, the quality of dyadic relationship among subordinate and leader can affect the perceptions of employees regarding organizational politics. Employees who have lower quality relationships with their supervisor perceive that the in-group members receive more rewards, more chances of interaction with their supervisor and higher job performance not because of objectivity but because of political factors [41] . So, individuals who are part of out-group are more likely to have a higher level of perceptions of organizational politics as compared to individuals who are part of high quality relationship (in-group). Valle, et al. [42] and [40] also supported this by demonstrating a significant inverse relationship between the perceptions of organizational politics and the quality of leader-member exchange.
So, out-group members might perceive that in-group members are given favor based on political factor rather than objective factors [40] [44] proposed that the perceptions of in-group members regarding organizational politics will be less as they enjoy more control over situations than out-group members. As the quality of leader-member exchange is relational in nature, it is expected that individuals who either having high political skills or are part of high quality relationship will be having same type of organizational outcomes. Previous research has associated leader-member exchange to promotions [45] , performance rating [46] [47] [48] and alliance formation [49] . These all organizational outcomes are also the outcomes of high political skilled individuals [50] . So, it makes no major changes in the organizational outcome if either you are part of in-group member or you have high political skills. However, individuals who are not part of high quality relationship should possess these high political skills in order to have desired outcomes as that of high-quality members enjoy.
H1: Leader-member exchange is negatively related with perceptions of organizational politics.
Perceptions of Organizational Politics and Perceptions of Organizational Justice
Organizational justice refers to an individual's perception or evaluation of the appropriateness of some process or outcome [51] . Organizational justice describes the perception of the fairness of distribution, processes, and personal interactions in the workplace [52] [53]. Thus, perceptions of organizational justice can be defined as "the degree to which individuals believe the outcomes they receive and the way they are treated within organizations are fair, equitable, and in line with expected moral and ethical standards" [54] , which have been used to examine different pertinent organizational behaviors and attitudes [2] [55] [56] .
In organizational research, organizational justice is conceived as social construct [57] [58] that is, perceptions of organizational justice are not developed or originated in isolation [51] . It means that an action is considered as "just" if majority of individuals are perceiving it as fair or just [51] . That is, "what is fair" is extracted from previous research associating subjective perception of justice with objective aspects which are being considered while making an organizational decision [56] . Previous research has demonstrated that an individual's perception of organizational politics affects their perceptions regarding organizational jus- 
Leader-Member Exchange and Perceptions of Organizational Justice
The relationship between the quality of leader-member exchange and employee's perception regarding organizational justice has been well established by different researchers in prior empirical work. Previous research suggested that employee's perceptions regarding organizational justice is affected by the process of leader-member exchange [30] , such that in-group members perceptions regarding fairness will be more as compared to employees who are not part of in-group (out-group) members [17] [31] [32] . Furthermore, [59] found that employees who are part of high quality relationships (in-group members) receive higher ratings from their supervisors as compared to employees who are members of out-group members. The reason for such type of high rating despite the fact that whether these members are performing well or not might be that the supervisor want to protect their relationship. Research has found that if the allocations of resources within the organization are perceived to be fair then it will contribute in positive social-exchange relationships [60] .
H3: Leader-member exchange is positively related with four dimensions of perceptions of organizational justice.
Mediating Role of Perceptions of Organizational Politics
On the basis of above mentioned relationships, it can be purposed that high quality relationship among employee and employees leads to higher levels of perceptions of organizational justice. But the mechanism through which the quality of leader-member exchange had an influence on the perceptions of employees regarding organizational justice has not been well established. So, another objective of the present study to examine the mechanism which affects the relationship between leader-member exchange and perceptions of organiza- 
Control Variables
In the proposed structural model, educational qualification, job experience, institution in which employee works, designation of the employee, gender and age we controlled [69] - [74] .
Data Analysis
In order to analyses the proposed structural model, the researcher used SEM in AMOS 18.0 version. The structural model assign the causal relationships between one endogenous variable (perceptions of organizational politics); four consequence variables (distributive justice, procedural justice, interpersonal justice and informational justice) and five control variables (gender, institute, educational qualification, designation, experience). Furthermore, in order to test the mediating effect of perceptions of organizational politics on the proposed relationships, the researcher used bootstrapping technique with bias-corrected confidence interval at 95% confidence level.
Results
Preliminary Analysis
As mentioned before, the research design of the present was cross-sectional in nature and further the data was collected through self-reported method. Therefore, there might be an issue of common method biasness in the study [75] . So, in order to mitigate the effect of common method biasness, the questionnaires were selected in such a way that it included negative worded statements. But in order to test it statistically, the researcher performed one of the most acceptable methods of eliminating common method variance, that is, Harman's single factor analysis. Following the recommendations suggested by [75] , an exploratory factor analysis by including all the statements from all the three different scales used in the study to see whether any single factor contributes exceptionally large variance in the factor analysis or not. Results of the exploratory factor analysis result into 11 different factors, but none of the factor explain the variance to a large extent. This shows that there was no issue of common method variance in Table 1 show that model 1 depicts better results than models number four, five, six, seven, eight and finally nine.
Therefore, a decision was taken to retain model 1 with six factors. Table 2 depicted that perception of organizational politics was positively correlated with leader-member exchange (r = 0.31, p < 0.01), informational justice (r = 0.14, p < 0.01), interpersonal justice (r = 0.21, p < 0.01), procedural justice (r = 0.15, p < 0.01), and distributive justice (r = 0.11, p < 0.05). Further, results showed that leader-member exchange was significantly positively associated with all the four dimensions of perceptions of organizational justice, that is, informational justice (r = 0.52, p < 0.01), interpersonal justice (r = 0.47, p < 0.01), procedural justice (r = 0.50, p < 0.01), and distributive justice (r = 0.43, p < 0.05). Additionally, informational justice was positively associated with interpersonal justice (r = 0.73, p < 0.01), procedural justice (r = 0.72, p < 0.01), and distributive justice (r = 0.57, p < 0.01). Apart from this, results also depicted that interpersonal justice was positively related with procedural justice (r = 0.58, p < 0.01) and distributive justice (r = 0.56, p < 0.01). Procedural justice was significantly positively correlated with distributive justice (r = 0.72, p < 0.01). Finally, results also showed that all the values of Cronbach alpha coefficient is more than the minimum cut-off criterion value of 0.7 [81] . In order to test the test the proposed hypothesis, the present study make use of AMOS 18 to determine the relationship between leader-member exchange and perceptions of organizational politics, leader-member exchange and four dimensions of perceptions of organizational justice, perceptions of organizational politics and four dimensions of perceptions of organizational justice by controlling age, gender, designations, educational qualification, experience and institution in which employees are working. Results of Table 3 render direct relationships between the examined variables. Critical ratio (CR) of the regression estimate was used to check the level of significance [82] . Critical ratio equal to or more than 2.58 indicate a significance level at 0.01; whereas, if the value of critical ratio is equal to or more than 1.96 but less than 2.58 then it indicates a significance level at 0.05. Results of Table 3 render significant and positive relationship (β = 0.311, CR = 7.27) relationship between the quality of leader-member exchange and perceptions of organizational politics such that in-group members perceives high level of organizational politics whereas employees who are part of out-group member have shown lower levels of perceptions of organizational politics. Further, results showed that perceptions of Results of the bootstrapped mediation analysis (Table 4) 
Discussion
The purpose of the present study was to examine the mediating role of percep- 
Practical Implications
The results of the present study render that high quality leader-member exchange at one hand leads to high perceptions of organizational politics and on other hand it results in high perception of employees regarding organizational justice. Furthermore, high perceptions of organizational politics results in lower level of perceptions of organizational justice. Therefore, the best approach for the managers to reduce the negative effects of high perceptions of organizational politics will be by giving a more detailed conceptualization of the dual nature of perceptions of organizational politics [84] . The darker side of the organizational politics has several harmful effects for the organization such as reduced organizational effectiveness and efficiency which further affects the employees [43] [85]. Results of the meta-analysis revealed a strong empirical evidence that high perceptions of organizational politics results in lower levels of task performance, organizational citizenship behavior, organizational commitment, job satisfaction and at the same time it results in higher levels of psychological strain [39] [86].
However, there is also a brighter side of organizational politics which suggest that high levels of organizational politics results in high job commitment [87] , continuance commitment [88] , high job involvement [40] and lower turnover intension [89] . Therefore, the managerial skills and better understanding of the concept of organizational politics of the manager plays a vital role. process also in order to reduce the negative perceptions of organizational politics. These steps will help the employees to better understand the decision making process of the organization which will ultimately lead to have a harmonious relationship between leader and member.
Limitation of the Study
Despite the useful information provided by the present study, there are some limitations which must be taken into considerations while making generalizations of the results. The first limitation was pertaining to the way of collecting the data. A self-reported method was adopted to collect the data from the respondents.
This type of data collection method can cause an issue of common method variance. However, Spector, P. E. [94] has proposed that common method variance is of less concern in those studies which make use of a well-designed multi-statement validated questionnaire. In the present study, researcher has used a well-designed and validate questionnaire. Second limitation is related to the cross-sectional design, which precludes strong causal relationship among the va- [95] . That is, we cannot study the causal relationship between the work locus of control, perceptions of organizational politics and perceptions of organizational justice. However, according to Serlin, R. C. [96] this limitation is offset to some extent by making predictions based on a priori theory which enables us to make generalizations to the theory but not to the population. In order to make a causal inference, a researcher should go for a longitudinal study.
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